This paper aims at investigating management communication strategies to find a new practical method that guarantees respect between our self and teamwork to create a healthy working environment and achieve satisfaction and thus improve the level of performance. The sample was chosen from a group of hotels belonging to a global management. It implements a group of cognitive exercises that focus on the individual self-development and a group of independent hotels that are not interested in that direction. The measurement was measured by a scale of positive thinking as an effective tool and an interview with HR managers and head training department. The sample was 122 workers out of a total of 296 (45%).
Introduction
Positive thinking is a self-help method that has been applied to the areas of mental health, business, religion, and athletic performance. Positive thinking promises much and has reached a vast audience. Stame (2014) confirmed that positive thinking is at the core of individuals' confidence in their future. He described positivity as a general dispositional determinant of subjective state of health and happiness, which operates much like a trait and may account for individual variation and stability in happiness despite environmental change. Alsaleh and Kubitary (2016) referred to positivity as a propensity to assess aspects of life in general as good. How to have constant energy and effective positive energy on body health and create communication tools between people.
The Problems of Hospitality
All training programs in hotel management talk about skills instruction and information but there are not any programs that deal with our minds and try to change our thinking about thing and person. Negative thinking leads to the lack of teamwork relationship.
Review
A major recommendation for people chasing happiness has been that they need to develop positive thinking and decrease their tendency for negative thinking Peale (2008) . It was confirmed by many experiments that developing the positive thinking leads to job satisfaction and creativity or rather it is the core and the starting point of both of them. Also Bogardos defined psychological direction as a " tendency with or against the environmental factors, and it has a positive or negative value (Alsokary and Alansari, 2004; Esawi, 2006) .
At the same time, due to an increasingly competitive business environment, organizations need to become creative organizations in order to develop their products and services through building an organizational environment that encourages creativity and positive thinking appears as an important tool to reduce competitive pressure by solving problems to overcome external threats Trnka and Parma(2015) . Success in organizations is more dependent on creativity and innovation than ever Wong et al (2013) as they need to find new methods and products, increase motivation and job satisfaction, maximize efficiency and strategic thinking at all levels, teamwork, and have a greater focus on internal customer satisfaction creativity and positive thinking seek new solutions to product problems, are related to the high levels of job satisfaction and found positive relationships between both types of reliance on subordinates and leaders encouraging subordinates to be creative. That indicated that intrinsic motivation (positive thinking) mediates the relationship between certain antecedents and readiness to take risks to creativity, and this willingness mediates the impact of essential motivation on employee creativity.
According to Patterson et al (1993) People who give priority to collective or self-transcendent values tend to display higher intentions to get involved in pro-environmental behavior than people who give priority to individual or self -enhancement values Sheehan(2014) .
On the other hand the effect of being positive deepens the relation between positive self -concept and job performance. Avolio and Gardner (2005) most managers would probably agree that positivity is something they cherish in employees. Yet selection research has virtually disregarded the relation between employees' positivity and job performance.
The researchers suggest that a broad personality characteristic, labeled positive self-concept or core self-assessments, is a potentially valuable personality trait in the prediction of job performance. Positive self -concept consists of four specific traits PREVIOUSLY STUDIED IN ISOLATION: self-esteem, generalized self-efficacy, locus of control, and (low) neuroticism or emotional stability. Drawing from four motivation theories, we argue that the main reason positive self-concept is connected with job performance is because positive employees are more motivated to perform their jobs (Kennedy and White, 1997; MacLeod and Conway ,2007) . Diener et al (2009); Rodgers et al (2010); Fredrickson (2013) confirmed that positive emotions play an outstanding role in keeping and promoting flourishing mental health. High arousal positive emotions are stronger predictors of life satisfaction among sensation seekers than among nonsensation seekers, on weekends than on weekdays, and when the concept "excitement" is experimentally primed than when the concept "peace" is primed. Several studies have replicated these results. Indeed, some have illustrated that employees who report higher levels of satisfaction maintain they are able to deliver excellent service Tracey and Tews (1995) appear to be the first to connect employee attitudes and customer satisfaction levels with intentions and behaviors. In brief, they found that organizational climate appraisals were strongly linked to an underlying emotional response, which was strongly linked to coping responses or intentions; intentions were moderately related to behavior (customer satisfaction) Tsutsui and Fujiwara( 2015) . This study provides support for the commonly expressed claim that "customer orientation" should begin at the top with full management support of customer service efforts required to provide quality service to the customers.
Another problem which may arise is that the training is inappropriate. That is, training programs may focus on areas which increase productivity or efficiency, but not personal behaviors.
Training programs

1-Soft skills(mental skills) 2-Hard skills
Training is directly related to the skills, loss of capital knowledge, and policies necessary to do a particular job. It can include teaching staff members new skills, introducing them to untraditional ideas, giving them the opportunity to practice and get feedback on particular techniques or styles of working with people, or simply motivating them to discuss their work with one another. And it can, and should, be ongoing throughout a staff member's employment Truss et al (1997) . Diener et al (2009) reported that the advancement and carrying out quality management training programs can be considered the only important intervention that could have led to higher employee satisfaction and lower turnover rate. This paper aims to favors staffs to develop their mental skills and help them achieve higher performance standards. Furthermore, Franke (2015) clarified that pathways of thinking seem to be more likely to be reactive to systematic intervention efforts, such as objective and directed thinking training.
Training programs favors new staff as they learn the ropes of their position and help veteran staff stay updated in their field. It is essential to develop a training program that meets the needs of both staff members and the organization, and keeps the organization developing and changing for the better Lee et al (2014) .
Optimistic people are much less probably to die of heart attacks than pessimists, controlling for all known physical risk factors Positive emotion reduces at least some racial biases Gable et al (2004) . How people celebrate happy events that happen to their spouse is a better predictor of future love and commitment than how they respond to sad events (Giltay et al, 2004; Seligmana et al, 2009; Çetintaş et al, 2016) . The positive psychology program increased person reports of enjoyment, fulfillment and involvement in work. Wellington (2005) describes the soft skills of success referring to his experiences in different management positions, basically within human resources. Successful managers who were promoted had both excellent technical and soft skills, especially the readiness and ability to work positively with others. Cobanoglu et al (2006) concluded that soft or mental skills were among the most important skills in the job requirements for a hotel information technology manager: Communication was the most prominent, followed by critical thinking, and then the knowledge of information technology. The research for the 21st century shows that potential Book (2014) reported that "changing your standards or expectations, is one of the best methods to deal with stress. To work on adapting, adjust your expectations. Wilson (2004) the training had made her feel more confident and motivated to achieve. In the past, all studies defined training as tool of developing our skills and teaching us the use of new technology or it is a tool of gaining customers and increasing production. However, this study goes further with training to focus on changing employees' mindset and thinking in order to become more positive in terms of what affects work so that a healthy environment can be created and quality of work increases.
According to Kafi (2016) training focuses on both skills and direction which is the core of this study. Direction handles opinions and attitudes of staff to positively change them. Alaqi ( 2000); Alqahtani (2001); Esawy( 2006) referred to the fact that highly motivated employees make more positive relationships inside their organizations leading to more harmony and less stress at work.
Methodology
Study Sample
The study was carried out based on a sample of some international hotel management companies such as Four-season, Meridian and Starwood which pay great attention to the soft skills training programs.
The sample also included other 4 and 5-star hotels that pay attention only to the training which focuses on the good of the organization. A form of "positive thinking assessment" was handed to 296 employees at the hotels, and 122 forms were good to analyze. The others were through an interview with the human resource and training managers so as to know the types of training delivered to the employees and the extent to which they focus on developing their human resource.
Data collection instrument
The interview included a number of questions from which the researcher could identify the points or the data that support the research and highlight the benefit of developing "positive thinking" and how it can affect the performance and creating a healthy work environment. In addition, they help in setting the training plan and follow its effect on the quality of work, employees and the trainers themselves. Measuring the managers' awareness of the advantages of such trainings and how they see them is something to consider as well. For the scale of the positive thinking, a scale of one of the psychological studies centers was adopted after some modifications in terms of the number of questions. The scale was given to four academic experts; two in hotels and two in psychology to confirm the applicability of the scale. The scale includes 7 parts; answers are to be given according to Likert scale Faied and shehata (2014) .
Statistical analysis
SPSS the statistical program -ANOVA for analyzing one-track discrepancy in more than two groups. -Cheve test. for defining the direction of discrepancies, following ANOVA -Tests T for discrepancies between the two groups. -Confidence limits. 1-The repeat of the answers (Agree / Sometimes / Disagree) was measured in the sample. 2-Relative weights were given for every alternative of the previous four ones, and they were (3,2,1) respectively. 3-The result of multiplication of the repeats of each phrase was added for getting the overall score. 4-the average of response to each phrase was measured through equation. With this final step, we can obtain the average response of each phrase in the survey, which helps in specifying the degree of each phrase. If the average is big, then the phrase comes true with a big degree in the light of the limits of confidence; highest or lowest and which will be clarified by the researcher later. 5-The average of the response of each phrase that comes under a specific field was added for identifying the average response of the whole field by dividing the result of the addition by the number of the phrases. It also helps in the comparison between other fields in the survey.
Guide for the scale dimensions
1-Positive expectations and optimism
It means positively expecting gaining benefits in different aspects of personal life and being optimist about their health, social and professional life Phrases from( 1 to 8).
2-Self-discipline and controlling higher mental processes
It means the skill of directing one's attention, memories and ability to imagine to the right and useful pathways that can help you cope with your surroundings socially and psychologically (9 to 20).
3-Motivation for learning about health
It refers to the positive tendency to change including learning new things that lead to a higher level of mental health. Those positive people believe in the effect of psychotherapy and take its instructions for granted (21 to 38).
4-Positive acceptance of others
It refers to adopting social ideas and attitudes that enable you to accept others being different from you or rather encourage such differences and be openminded (39 to 50).
5-Unconditional acceptance of oneself
It refers to being satisfied with your skills and abilities and never underestimating them in front of others. Succeeding in building healthy social relationships comes under accepting oneself as well. Another point in the same regard is never accusing yourself of having negative qualities such as irritability, introversion, shyness or laziness. As this way of thinking impedes your development and fills you with groundless fears (51 to 67).
6-Accepting personal responsibility
Positive people are brave enough to completely shoulder their responsibilities without finding pretexts like not having enough time or others who irresponsible. That said, they are very good examples that succeed in their lives and inspire others around them (68 to 82).
7-Positive risk-taking
Positive people are more curious and always eager to explore mysterious things, so they are abler to take effective decisions and calculated risks (83 to 96).
Results
Questionnaire-part one:
The difference between the responses of the study sample "N = 122 and the relative weight and the average of the responses in the positive thinking scale. From table (1) The average of the responses of the sample in the scale of the positive thinking "Positive thinking and optimism" ranged between (38.25: 54.37) and this refers to the fact that not all phrases were applied. Also, the average of the responses of the whole part is (45.39) which means that it is not completely applied. Table ( 2) The difference between the relative weight and the average in the positive thinking scale Self-discipline and controlling higher metal process The difference between the responses of the study sample and the relative weight and the average of the responses in the positive thinking scale "Selfdiscipline and controlling higher metal process" ranged between (47.81 : 68.31) which refers to the fact that not all the phrases were applied except for (2, 6, 8, 9, 10, 11, 12) that were relatively applied. The average response of the whole part is (57.29) which means that the whole part was not applied. .
The average of the responses of the sample "Motivation for learning about health" ranged between (39.62: 77.60) which refers to the fact that not all the phrases were applied except for (5, 9, 10) that were relatively applied, and (1, 7) were applied. The average of the whole part was (54.04), that is, the part was not completely applied. The average of the responses ranged between (40.16 : 59.29) which refers to the fact that not all the phrases were applied except for (7) that was relatively applied. The average response of the whole part is (47.15) which means that the whole part was not applied. The average of the responses ranged between (45.36: 72.13) which refers to the fact that not all the phrases were applied except for (1, 2, 4, 5, 6, 9, 10, 13) that were relatively applied. The average response of the whole part is (56.38) which means that the whole part was not applied. The average of the responses ranged between (42.90 : 72.40) which refers to the fact that not all the phrases were applied except for (3, 6, 8) that were relatively applied. The average response of the whole part is (52.32) which means that the whole part was not applied. The average of the responses ranged between (42.90 : 61.48) which refers to the fact that not all the phrases were applied except for (6) that was relatively applied. The average response of the whole part is (49.43) which means that the whole part was not applied. There are indicative discrepancies at the level (0.01) in the study sample according to age in the scale of positive thinking (self-discipline and controlling higher mental process, motivation for learning about health, Unconditional acceptance of oneself, acceptance of personal responsibility, the overall score of the scale) which means that one of the tests must be used for specifying the direction of such discrepancies. That said, the researcher is going to use Cheve test for that. On the other hand, there are non-indicative at the level of (0.01) in the sample according to age in the scale of positive thinking (positive expectations and optimism, positive acceptance of others, positive risk-taking). Interview questionnaire-part two: human resource department and type of training programs to development staffs soft skills and hard skills: personal and professional skills. Skip to main content, the interview questions and their answers:
 The training programs given by Four-season, Marriot, Starwood and the effect of soft skills training on the quality of work and the psychological and social sides of workers.  Training needs analysis: every hotel management studies the required skills and identifies the targeted staff for training and to what extent do they expect they will respond.  The training department collects the training needs and works on categorizing, analyzing them and consequently setting the priorities of giving them. It also secures the trainers; internal and external, sets the most suitable training timetables and the assessment tools.  The plan is put based on the last year's results (from October to December) for setting the agenda and budget of the year.  Orientation training is given according to the interviews. The high rate of turnover requires more training. According to managers, most training programs are obligatory and some are optional but they should be attended once at any branch. Some examples are service culture -self-treatmentcustomer service -loyalty -dealing with workmates -team playingsetting objectives -work pressures.  The outcome of training and workers' improvement course:  The outcome varies according to the level of education and the ability to grasp information. One of the managers at Marriot clarified that the previously mentioned trainings has a great impact on new employees by 100 % as against experienced employees who are not affected by such trainings as they are used to a certain type of work, and training for them is a waste of time. Such assumption is confirmed through the results that said that ages from 20 to 30 and from 31 to 40 are more responsive to teaching positive thinking than those who 50 or older. This means that the positive thinking training is essential to new workers and increases their loyalty to their organizations and their resilience and obedience at work. this agreed with opinion during interview and reported Mohsen(2016) .
The priority of training programs:
-First aid -Distinguishing fires -Professional training at each department, and then comes the programs that target individuals and handle their work issues such as work pressure, human needs and positive thinking.
 Why are the psychological and social sides not given priority in training?  It was put quite straightforwardly that the budget is the main reason behind giving less attention to  Emphasizing the positive thinking and its role in improving quality of work and creating healthy environment" What do you think of such emphasis and its role in work and how is it reflected on the employees' recovery from diabetes blood pressure and illnesses?  The effect of positive thinking on work environment: Do these training programs on team work, work pressures and time management which focus on the psychological and social sides, have a positive effect on team building and the relation of people with each other?  They do positively affect employees psychologically and change their way of thinking which becomes noticeable in the staff's attitudes and satisfaction it is agree with Machouche et al (2012) .  In addition to assessing the training content, there is an assessment of trainers and the outcome of the training. As for training managers (fast tracking), the headquarters takes care of that and sometimes it lasts for a complete year. Not all companies fulfill their promises of promotions, the thing that backfires on the response to training and causes employees to lose their loyalty to the organization.  Which categories of employees should be trained on positive thinking? -All managers emphasized that all levels; low, mediate and upper should take that type of training.
-They also emphasized that young employees should feel involved and assimilated into the organization by their heads so that they do not do their work under constant censorship.
That is what is called "sense mandatory" in the positive thinking training. Zou and Comp (2015( confirmed that young employees basically feel loyal to their companies when they are satisfied with their professional development schemes and their relations in the place.
 The supervisors should not reprimand the workers in their departments just because they themselves are reprimanded by their bosses, as it creates more pressure.  Managers should be the first people to practice the positive thinking tips with their employees and provide them with more confidence and credibility so that they can keep their positions whose base is the quality performance of workers in a healthy environment.
Discussion
Cho and Schmelzer (2000) The targeted outcome of most training programs is that all trainees receive the same information and process it in a similar way. The outcome of the suggested differs in that it permits each trainee to process information in a slightly different, but suitable manner. Trainees would be stimulated to develop their own thinking and self-management skills which could empower them to plan or construct their individual understanding of the content. As each learner communicates his/her understanding to others, there would be an increased level of peer and group interaction. This could, in turn (training), cause a more cooperative social structure inside the workplace, as well as bettered relations with the external customer. This freedom of thinking and flexibility would help managers to be more creative in how they deal with situations that are new and challenging job . Caprara et al (2012) ; Robles and keep (2012) .
The results have proved that positive thinking plays an extremely important role in(self-discipline and controlling higher mental processes, motivation for learning about health, unconditional acceptance of oneself, acceptance of personal responsibility) and that it can be expected how positive people perform their jobs(according to Avolio and Gardner (2005) Kennedy and White, (1997) The study has proved that there is a statistical indication in relation with the impact of positive expectations and optimism on people's different aspects of life and their expectations of having positive outcomes in their health, personal, social and professional lives and this agreed with Kosnes et al (2013) . It is by 45,39 which means that the whole part is not applied.
Motivation for learning about health:
This refers to the positive change in connection with motivation and passion for learning new things for keeping mental health. This part was applied among young ages much more that the older ones and that was what the study came up with through interviews with training managers.
Also it proves the supposition of the study that hotel managements do not prioritize the development of human resources (positive thinking) in their training programs or the soft skills, which is the objective of this study.
For long-serving staff, a positive thinking training program has a lot of benefits:
 It helps them to become continually more competent at what they do.  It grows their knowledge of the field by exposing them to the latest research and theory, and can expose them to new ideas which eventually may improve their own effectiveness and that of the organization.  By preventing them from becoming bored and stale, it helps them to keep interest in and passion for their work.  It can expose them to other performers.  with varied --and perhaps better --methods.  It provides them with one more reason to continue with the organization.  It keeps the organization as a whole dynamic: growing, thinking and changing. A dynamic organization is almost always a healthy and effective one.
In brief, a good continuous training program for all staff increases organizational efficacy and keeps it increasing, rather than allowing the organization to lie dormant Mac Leod and Conway (2007) . Positive thinking leads to creating positive energy, the thing that turns workplace into healthy ideal environment for individuals (final assumption) where they are ready take responsibility and positive risks, and it is clear in the results of tables 6 & 7.
Conclusion, recommendation and implications
This paper aims at providing a development training programs for employees and managers in hospitality industry. The main thought of the program is about power energy efficiency. The theory of planned behavior was used as a framework for staffing mindset. Employees generally felt positive about the suggested interventions and expected that they would lead to financial savings, better the relationship between others and warmth of their place, and sense of pride in the hotel.
However, while managers planned to take up energy efficiency (positive thinking) if offered to them, they are ready to obtain high standards of performance if they just believe their employees will do it according to what they thought. The ownership and the belief in humans' ability to handle climate change were found to predict readiness to invest. These findings help to understand responses to thought as positive thinking that seek to better the energy efficiency of hotels agreed with Bakker (2008) .Many see involvement as a step higher than satisfaction or encouragement at work.
All sources define positive thinking as engagement to some degree by its results and something given by the employee which can be useful for the organization. They generally agree that engaged employees get more attached to their organization, investing themselves not only in their role, but in the organization as a whole. Boxall and Purcell (2003) Smith and Marwick (2009) . Human resource in hospitality industry must believe positive thinking lead employees to engagement in a combination of attitudes, ideas and conducts that relate to satisfaction, advocacy, commitment, pride, loyalty and responsibility. Positive thinking goes beyond the more traditional concept of employee satisfaction and relates to the extent to which employees are fully involved in the company and their work'(Healthy environment). Positive thinking is one of the most effective methods by which we can combat work stress and burn-out. It can happen through changing the mindset and guiding persons with the help of specialists and the continuous support. (Kafi 2016)Positive thinking leads to creating positive energy at work, the thing that creates an ideal and healthy environment for employees. As a result, customers receive high quality services and employees become more loyal to the organization. Scales of positive thinking can be used as tools for expecting the employees' performance and communicating with the fresh workers at the HR department. Finally, a training program (positive thinking) should be applied to everybody in the organization, from administrators to line staff to support staff. 
